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ABSTRACT 
The capability to innovate is essential to the survival of most organisations. Several 
factors that affect innovative work behaviours have been discussed and explored by 
scholars. It is generally believed that innovative work behaviours are influenced by 
leadership practices and organisational climate. However, few studies have 
evaluated the organisational climate and leadership practices for innovation in the 
Malaysian Research and Development (R&D) setting. The previous findings on 
links between leadership practices and innovative work behaviours are reported to be 
inconsistent with one another. Meanwhile, there are also critiques regarding the 
measurement of leadership practices; organisational climate and innovative work 
behaviours are believed to be biased towards the Western culture. Hence, this study 
is timely to fill the existing research gap. This study was participated by ninety 
seven respondents comprises of scientist, assistant scientist and research assistant 
who are working in seven agricultural public agencies. The findings reported that 
there is significant relationship between leadership practices, organisational climate 
and innovative work behaviour. Therefore, the significant finding of the above 
variables gives relevant condition to further analyse the mediating effect. Result 
shows that organisational climate has been proven to have full mediating effect on 
the relationship between leadership practices and innovative work behaviours. It can 
also be deduced that leadership practices have an indirect effect on innovative work 
behaviours through organisational climate. The theoretical perspective of this 
present study contributes to the existing body of knowledge in the field of predicting 
innovative work behaviours and also for the management to set the right 
organisational climate for the workers to be innovative. 
ABSTRAK 
Keupayaan untuk berinovasi adalah penting untuk survival kebanyakan syarikat. 
Beberapa faktor yang menyumbang kepada tingkahlaku inovatif telah dibincangkan 
oleh para sarjana. Secara urnum, dipercayai bahawa tingkahlaku kerja inovatif 
dipengaruhi oleh amalan kepimpinan dan iklim organisasi. Walaupun begitu, hanya 
sedikit kajian yang menilai iklim organisasi dan amalan kepimpinan untuk inovasi 
dalam\persekitaran Pembangunan dan Penyelidikan (R&D) di Malaysia. Dapatan 
kajian lepas dalam menghubungkan antara kempimpinan dan tingkahlaku kerja 
inovatif dilaporkan tidak konsisten antara satu sama lain. Selain itu, terdapat juga 
kritikan mengenai kaedah pengukuran amalan kepimpinan, iklim organisasi dan 
tingkahlaku kerja inovatif yang lebih cenderung kepada budaya Barat. Justeru, 
kajian ini memenuhi jurang kajian sedia ada tersebut. . Kajian ini melibatkan 
sembilan puluh tujuh orang responden yang terdiri daripada saintis, penolong saintis 
dan pembantu penyelidik yang bekerja di tujuh agensi pertanian awam. Hasil 
dapatan kajian menunjukkan bahawa terdapat hubungan signifikan antara amalan 
kepimpinan, iklim organisasi dan tingkahlaku inovatif. Dengan itu, kesignifikan 
dapatan pembolehubah di atas memberi syarat munasabah bagi menganalisa kesan 
perantara seterusnya. Hasil kajian membuktikan bahawa iklim organisasi 
mempunyai kesan perantara yang menyelwuh antara hubungan amalan kempimpinan 
dan tingkahlaku kerja inovatif. Ia juga boleh dirurnuskan bahawa amalan 
kepimpinan mempunyai kesan secara tidak langsung terhadap tingkahlaku kerja 
inovatif melalui iklim organisasi. Perspektif teoritikal kajian ini menyumbang 
kepada ilrnu sedia ada dalarn bidang jangkaan tingkahlaku kerja inovatif dan juga 
kepada pihak pengurusan untuk menyediakan iklim organisasi yang sesuai untuk 
pekerj a menj adi inovatif. 
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CHAPTER 1 
INTRODUCTION 
1.0 Introduction 
Innovative and creative capacities are essential determinants of economic prosperity in a 
globalised knowledge-based economy (Gertler & Wolfe, 2006). It is also believed to be 
a major source of competitive advantage, a key factor in achieving high productivity. 
This results in economic development, which in turn induces economic growth and will 
ultimately assist in improving the standard of living of society (Isaksen et al., 2005, 
Porter et al., 2003 &Van de ven, 1986). Innovation in today's market is a necessity for 
organisations to survive (Buech, Michel, & Sonntag, 2010). The study of the essential 
factors stimulating innovation through creativity for organisational success as well as the 
strengthening of economies in the 21" century has been a key area of research among a 
growing number of scholars and practitioners (Gumusluoglu & Ilsev, 2009). The 
organisation which does not encourage innovation and creativity is likely to have unused 
resources of the human capacity which can contribute to the innovation (De Jong, 2007). 
This is because innovation and creativity is started at individual level which can be 
initiated through the behaviours of the employees as one of the resource of an 
organisation. The behaviours of generating new ideas and implement the ideas into 
beneficial output can be entitled as innovative (De Jong & Den Hartog, 2003; Scott & 
Bruce, 1994). 
One way for organisations to become more innovative is to capitalise on their 
employees' ability to innovate (De Jong & Den Hartog, 2007). According to a survey 
conducted by McKinsey in 2007 among 600 global business executives and 
professionals, leadership plays a crucial role in determining the level of innovative 
performance (Barsh, Capozzi, & Davidson, 2008). Leaders who are usually holding 
managerial and administrative positions can support creativity and innovation by 
motivating workers through encouragement, rewards and change (Ahmed, 1998; 
Damanpour & Schneider, 2006 & Slatten, 2011). Indeed, many innovative companies 
have stressed the importance of appointing an appropriate leadership team in an 
organisation to motivate employees to be innovative, an example is the Boeing company 
(Laurin & Morningstar, 2009). In an innovative organisational, managers and leaders 
combine their skills collectively and individually, which are then accepted by 
organisational members and key stakeholders (Mcmillan, 20 10). 
However, it is worth highlighting another important factor that can drive 
innovative capabilities instead of leadership. To promote innovation among employees 
in an organisational, scholars have empirically proven that organisational climate is a 
key factor in developing innovative work behaviours (Arnabile, Conti, Coon, Lazenby, 
& Herron, 1996; Hunter, Bedell, & Mumford, 2007; Montes, Moreno, & Fernhndez, 
2004). The organizational climate refers to a contextual situation at a given time where 
the organisational members associate with the thoughts, feelings, and behaviours among 
them that forms work environment (Agikgoz & Giinsel, 2011). In fact, a leader is able 
to establish a work environment that promote creativity and innovation among 
employees (Basu & Green, 1997, Amabile, et al., 1996 & Ekvall, 1996). Nonetheless, 
leaders can hinder creativity and innovative ability among their subordinates through 
their behaviours which has a link in creating a climate (Isaksen & Akkermans, 201 1) 
The importance of having a working environment conducive to innovation has 
also being emphasised in the Malaysian development agenda. The sixth Prime Minister 
of Malaysia, Dato' Sen Najib Tun Razak, in his speech at Cyberjaya, urged Malaysians 
to create an innovation ecosystem (Bernama, July 20,2010). 
"The actors in the ecosystem must have access to the right conditions that 
encourage and stimulate them, challenge them, to innovate. " 
In brief, a working environment that encourages and stimulates employees to 
innovate is a very important factor in ensuring materialisation of innovation. Innovation 
cannot happen without an effective leader who cultivates this behaviour among 
employees. Innovative behaviours can be only developed through the positive elements 
in an organisation's environment. Several scholars and practitioners have conducted in- 
depth studies on this phenomenon in organisations (Apkgoz & Giinsel, 201 1). 
1 .  Malaysian Agricultural Research and Development (R&D) Sector 
Innovation has been identified as the main mechanism to improve Malaysia's 
competitiveness in attaining the objectives of the New Economic Model and the 10th 
Malaysia Plan. In order to be recognised as a high-income nation, a lot of effort is 
required to attract investment and drive productivity and innovation. A competitive, 
creative and innovative workforce was found to be the primary foundation to a 
productive high-income economy (Economic Planning Unit, 20 10) 
One of the endeavours made by the Malaysian govemment to enhance the 
nation's economy is through agriculture sector. This sector has been highlighted in the 
National Key Economic Area (NKEA). However, in Malaysia, the value of food 
imports and agricultural produce has increased over the past five years from RM 17.7 
billion to RM 26.7 billion, which equals to 10.2% growth (Utusan Malaysia, 2012). The 
causes of the increasing import value have been identified, and they form the major 
issues and challenges in the third National Agricultural Policy (1998-2010). Among the 
major issues and challenges faced by the Malaysian agricultural sector are: (1) the 
supply of food that is safe, nutritious and high quality at affordable prices; (2) shortage 
of land and labour; (3) competitiveness and productivity; and (4) strengthening of 
industrialisation in agriculture. These four issues have exerted the urgency of 
strengthening the agriculture sector in terms of increasing productivity through 
innovation. 
Emphasis on Research and Development (R&D) activities is seen as the solution 
to major issues and problems faced by the agriculture sector such as Malaysian 
Agricultural Research and Development Institute (MARDI). By increasing 
organisational capabilities in the areas of scientific R&D and innovation, the economy is 
expected to move up the value chain (Economic Planning Unit, 2008). However, it is 
questionable if all the endeavours and efforts put in by the responsible agencies that are 
believed to be able to nurture the scientific R&D is enough to produce innovators. In 
fact, creativity and innovation in R&D are quite complex because they involve many 
componential theories in the process (Amabile & Mueller, 2008). Hence, R&D players 
need more than this policy, and the right working environment and effective leadership 
are even more important (Amabile et al., 1996; Hunter, et al., 2007). 
In conclusion, many parties who have been involved in developing organisations 
and economies agree that innovation is a part of the development process. Based on 
observations and recent empirical studies, it is proven that innovation indeed requires 
human capital to embark on the process. Nevertheless, it is important to create an 
appropriate climate or environment in order to encourage innovation. Hence, this study 
aims to explore the phenomenon of relationship between these factors within the 
Malaysian R&D context. 
1.2 Problem Statement 
Innovative work behaviour is regarded as a multistage process during the process of 
innovation which requires mix activities (Scott & Bruce, 1994). Due to the multistage 
processes, creativity and innovation in R&D are quite complex because there are many 
componential theories involved in the process (Amabile & Mueller, 2008). Previous 
work in innovative work behaviour usually have been assessed as a one dimensional 
construct which do not capture the richness and potential multidimensionality of the 
construct (De Jong, 2007). Moreover, the available measures of innovative work 
behaviours are mostly short and limited in empirical evidence of measurement validity 
(De Jong & Den Hartog, 2010). Ultimately, the findings of using this one dimensional 
construct of innovative work behaviour, have aborted to cover the multistage process of 
innovation. Therefore, this study is timely to fill the existing research gap by using 
construct that covers the multidimensionality of innovative work behaviour. 
The innovative work behaviour itself can be encouraged by the effective leader 
who can encourage intrinsic motivation of the employees (Barsh et al., 2008; Carmeli, 
Meitar, & Weisberg, 2006; De Jong & Den Hartog, 2003; De Jong, 2007; Gumusluoglu 
& Ilsev, 2009). Despite the increasing amount of evidence that leadership is a key factor 
in promoting innovative work behaviour, scholars have concluded that the understanding 
of the links between leadership and level of innovation is still limited (Paulsen, 
Maldonado, & Ayoko, 2009; Tiemey, Farmer, & Graen, 1999). There is also lack of 
studies exploring the relationship between innovativeness and leadership (Ayranci, 
2011; Strickland & Towler, 2011). The available research on relationship between 
leadership and innovative work behaviour only focuses on a few aspects of leadership 
approaches, which are self-leadership skills, charismatic leadership, LMX theory, 
transactional and transformational leadership (Ayranci, 2011; Bass & Riggio, 2006; 
Carmeli et al., 2006; Patterson et al., 2005; Van de Ven, 1986). Moreover, the previous 
studies did not attempt to develop models aimed specifically at finding out how leaders' 
behaviours can stimulate the innovative behaviours of employees (De Jong & Den 
Hartog, 2007). 
In the context of behavioural leadership studies, Yukl (2006) had pointed out 
serious weaknesses in behavioural research conducted in the last two decades. First, 
Yukl (2006) stated that although the taxonomies of leadership behaviour are increasing, 
there is a lack of studies on specific behaviours, resulting in difficulties to integrate the 
research with leader behaviours. Secondly, researchers tend to use validated 
questionnaires without considering the relevance of contents and samples carefully. 
Hence, there is a need to revise specific behaviours to be studied along with 
improvement in terms of research methodology. 
Although transformational leadershp has been proven to lead to employees' 
innovativeness, the findings in those studies are inconsistent (Imran & Anis-ul-Haque, 
201 1). In fact, the traditional model of leadership such as transformational leadership is 
more likely to ignore the importance of scientists and engineers in an organisation 
(Robledo, Peterson, & Mumford, 2010). The scholars explain that transformational 
leadership might inhibit creativity by restricting the autonomy of scientists and 
engineers. This is due to the nature of work of scientists and engineers, who need 
freedom to produce ideas. The component of transformational leadership generally 
encourages employees through motivation and support (Bass & Riggio, 2006); but it 
does not describe much about the major function of a leader. Besides motivating and 
inspiring employees, a leader also plays a managerial role (Yukl, 2006). In Kouzes and 
Posner Leadership Practices Inventory (LPI), a leader should challenge the process by 
seeking innovative ways to change rather than depending on followers to create 
innovative ways (Kouzes & Posner, 2002). However, unlike transformational 
leadership, the utilisation of leadership practices identified by Kouzes & Posner has 
caught less attention fiom many researchers. 
Ohio State Leadership studies have identified effective leadershp behaviours, 
which are "considering" and "initiating structure" as good examples of important 
leadership function. Both of these behaviours were found to be closely related to 
leadership behaviours reported in other leadership behaviour studies, such as 
transformational leadership (Ozaralli, 2002). However, certain standard measures of 
these behaviours yield a weak, inconsistent relationship with performance because 
leader emergence and performance are contingent on situational factors (Marta, Leritz, 
& Mumford, 2005). Subsequently, the discussion on climate as one of the factors that 
could possibly mediate the existence link between leadership and innovative work 
behaviours has emerged (Akkermans, 20 1 1 & Ekvall, 1996). 
There are few detailed studies on climate factor and antecedents of creativity 
behaviours (Goepel, 20 1 1 ; Hsu & Fan, 201 0) as well as empirical studies investigating 
the relationship between leadership style and climate within an organisation in terms of 
nature and existence (Haakonsson et al., 2008). Additionally, the studies in exploring 
the link between climate and innovative work behaviour have reported a weak and 
inconsistent finding (De Jong & Den Hartog, 2003). There are also not many studies on 
organisational environment that can induce creativity and innovation in the Malaysian 
R&D sector (Asmawi & Mohan, 2010). Based on the literature review, it is quite 
surprising that there are so few empirical studies on leadership and organisational 
climate in R&D settings in Malaysia whereas R&D sector in Malaysia especially 
agriculture sector, need to cater the productivity of agriculture products to maintain the 
supply for Malaysian. 
Theoretically, many of scholars believed that climate acts as the mediating factor 
which is responsible in affecting the relationship between leadership and innovativeness 
(Ekvall, 1996; Khan, Aslam, & Riaz, 2012). In fact, the theory have been proven in 
many research to date (Akkermans, 20 1 1 ; Khan et al., 20 12; Naami & Asadi, 20 1 1) that 
process of becoming innovative depends on the presence of different mediating 
structures that can influence the interactions, behaviours and beliefs (Borghini, 2005). 
Although climate as the mediating factor have been widely discussed, the studies 
accounting for such mediating links of motivating employees (working climate) between 
the role of leader and creative performance are still lacking (Tiemey, 2008, p.112). 
Additionally, such researches mostly establish a partial mediating effect between 
leadership and innovativeness outcomes. Eventually, these partial mediating effect 
findings might be viewed as less important than a full mediation effect (Rucker, 
Preacher, Tormala, & Petty, 2011). Therefore, recent research needs to explore the 
mediating effect of climate between leadership and innovativeness which in turns will 
contribute to the body of knowledge of promoting innovative work behaviour among 
scientists. By investigating the mediating effect of organisational climate in Malaysian 
R&D sector, the unsuccessful component can be removed and successful component of 
predicting innovative work behaviour can be retained. Thus it assists to a better 
innovative surrounding of scientist in Malaysia. 
Although several studies have discussed and proven the antecedents of innovation 
and factors leading to innovativeness, most of these studies have been done in the 
Western settings rather than Asian cultural settings, which might have different 
leadership practices and different culture context (Irnran & Anis-ul-Haque, 201 1). The 
accepted leadership theories from the West may not be directly transferable to the 
Malaysian context because cultures and traditions are embedded in an organisation 
(Yiing & Ahmad, 2009). Henceforth, it is worth doing the study in Malaysia context to 
capture the phenomenon of mediating effect of organisational climate, leadership and 
innovative work behaviour especially in agricultural R&D sector. 
1.3 Research Questions 
The discussion of the above problem statements has led to four major research 
questions. These research questions will be the primary guideline in achieving the 
objective of the study. The research questions are as follows: 
(i) RQ1: Is there a relationship between leadership practices and innovative work 
behaviours? 
(ii) RQ2: Is there a relationship between Leadership Practices and organisational 
climate? 
(iii) RQ3: Is there a relationship between organisational climate and innovative work 
behaviours? 
(iv) RQ4: Does organisational climate mediate the effect of leadership practices and 
innovative work behaviours? 
1.4 Research Objectives 
Four research objectives have been constructed from the research questions above. This 
study aims to explore the relationship of organisational climate and leadership practices 
with innovative work behaviours. The research objectives are as follows: 
(i) R01: To identify the relationship between leadershp practices and innovative 
work behaviours. 
(ii) R02: To identify the relationship between leadership practices and 
organisational climate. 
(iii) R03: To identify the relationship between organisational climate and innovative 
work behaviours. 
(iv) R04: To determine the mediating effect of organisational climate on leadership 
practices and innovative work behaviours. 
1.5 Significance of the Study 
The significance of this research lies in the attempt to address the issues hghlighted in 
the problem statement, which will help to fill the existing research gaps. First, this study 
contributes to the enrichment of the literature to make up for the lack of research on the 
relationship of organisational climate and leadership with innovative work behaviours 
within the Asian context. By enriching the literature in this field, it would contribute to 
the body of knowledge in exploring the relationships of these variables, especially in the 
field of leadership practices among scientists. Besides, the investigation of mediation 
effects can refine intervention programs by removing failure components andlor 
promoting components that do succeed (Fairchild & McQuillin, 2010) 
Furthermore, this study uses a new variable of Kouzes & Posner Leadership 
Practices (LPI) (2005) rather than focusing on the existing leadership theories and this 
would bring forth new findings on leadership behaviours. This LPI was tested 
repeatedly in both public and private sectors across various fields and organisations 
(Posner & Kouzes, 1993). Therefore, the results of this study provide a comprehensive 
understanding by merging several new theories and variables with the solidification of 
methodology. 
Third, a deeper understanding of organisational climate and leadership practices in 
the Malaysian R&D context will provide a clear picture of managerial implication of 
antecedents of innovative work behaviours as a basis for building and managing an 
organisation (Goepel, Holzle, & Knyphausen-Aufsefl, 20 12). Consequently, this study 
provides empirical data to give an in-depth understanding to managers or leaders 
concerning the best action to take in order to foster creativity and innovation among 
employees in the context of R&D in an organisation. 
1.6 Scope of the Study 
This research focuses on organisational climate and leadership practices as the possible 
determinants of innovative work behaviours. Leadership practices of Kouzes and 
Posner (2005) have been selected as the variable in this study for the lack of it's 
utilization in the other studies. While the innovative work behaviours were assessed 
based on the study done by De Jong & Den Hartog (2008); Questionnaire for SCALE 
(Scientific Analysis of Entrepreneurship and SMEs) for it measures multidimensional 
construct of innovative work behaviour rather than the previous studies which tend to 
measure only one dimensional construct. Organisational climate was selected over the 
organisational culture because it is measurable and can be easily described by the 
employees (Schneider, Brief, & Guzzo, 1996) 
The respondents of this study consisted of scientists who do not possess 
managerial positions. They were asked to evaluate their leaders' practices based on 
Kouzes and Posner LPI measurement. The scientists were also required to determine the 
working environment they had experienced according to KEYS measurement developed 
by Amabile et al., (1996). At the same time, these scientists also rated their own 
innovative work behaviours. This research was conducted in the Malaysian R&D 
sector, particularly in public agriculture agencies. This is because employees who are 
working in R&D sector are actively involved in creative and innovation activities 
(Robledo et al., 2010). The major contribution of agriculture development by 
government agencies in Malaysia is the justification for selecting the public sector for 
the purpose of study (Stads, A r i f h  & Beintema, 2005). 
1.7 Operational Definition 
To avoid ambiguity in the research, definitions of the terms used in this study need to be 
spelled out. It is important to give clear definitions of three major constructs. These 
major constructs are organisational climate, leadership practices and innovative work 
behaviours; 
Organisational Climate - Perception of employees (Employees in this study are referred 
to scientist) regarding to their working environment not an individual. The work 
environment is a result of personalities, styles, policies, and interactions of a great many 
people from top management to individual employees in work groups (Arnabile, 2009). 
The climate also known as the work environment perceptions that can influence the 
creative work carried out in organisation (Amabile, 1996) 
Leadership Practices - Leadership Practices is referred to a collection of practices and 
behaviours of a leader (Kouzes & Posner, 2002). It is manager's personal best 
experiences as leaders or in other words, what leaders do to-achieve extraordinary thing 
in an organisation (Kouzes & Posner, 1988). 
Innovative work behaviours - The individual's behaviours that aims to achieve the 
initiation and intentional introduction of new and usehl ideas, processes, products and 
procedures (De Jong & Den Hartog, 2010) 
1.8 Summary 
In essence, innovative work behaviours are a crucial asset in enabling an organisation to 
be more innovative. It has been proven that innovative work behaviours can be 
enhanced and predicted by certain factors in an organisation, for instance leadership and 
organisational climate. Four research questions have been derived from the problem 
statements and finally, four research objectives of this study have been proclaimed. 
Therefore, the phenomenon of this relationship is explored in the Malaysian R&D 
sector. The fmdings and development of the theoretical framework are further discussed 
in Chapter 2. 
CHAPTER 2 
LITERATURE REVIEW 
2.0 Introduction 
Previous chapter has discussed the research background, problem statement, research 
questions and objective of this study. Meanwhile, chapter two is organized to discuss 
the theories of three primary varislbles in the title namely leadership practices, 
organisational climate and innovative work behaviours. Each of the theory is clearly 
explained to cater a comprehensive understanding for this study. Additionally, the 
previous findings on relationship of these three primary variables are also conferred 
together for empirical evidence thus led to the deduction of hypotheses. Finally, 
theoretical framework has been developed towards the end of this chapter. 
2.1 Innovative work behaviours 
The epistemology of innovative work behaviours was derived fiom the term innovation. 
A behaviowal theory such as expectancy theory of motivation is the earlier model of 
innovative work behaviours. The innovation as has been d e h e d  generally by scholars 
is comprised fiom both ideation and the application of new ideas, whereas the ideation is 
originated fiom creativity component (Mclean, 2005; Shalley & Zhou, 2008). In extent, 
Shalley and Zhou (2008) explain creativity as an iterative process that involve reflection 
and action, seeking feedback, experimenting, and discussing new ways to do things 
rather just relying on habit or automatic behaviour. 
Past research on individuals; innovative work behaviours has focused mainly on 
individual outcome expectations when explaining the intermediate process that lead to 
the emergence of the behaviour. However, this focus on individual's outcome 
expectation lacks in explaining the effect of innovation barriers. The past research also 
shows a lack explanation of different behavioural strategies associated with successll 
innovation implementation within institution (Goepel et al., 2012) 
According to Mclean (2005) the terms of creativity and innovation are often used 
interchangeably in research studies. Creativity has to do with the production of novel 
and usehl ideas meanwhile; innovation has to do with the production or adoption of 
useful ideas and idea implementation (Amabile, et al., 2005; Khan, Rehman, & Fatima, 
2009). Meanwhile, Amabile and Mueller (2008) found that in the componential theory, 
creativity is influenced by three components within the individual; 1) Domain relevant 
skills, 2) creativity relevant processes, 3) intrinsic motivation and one component 
outside the individual- the work environment. Henceforth, the creativity can be 
manipulated by the organisational climate. 
Upon the diversification of judgment, scholars had agreed that creativity is 
closely related to innovative behaviour (Ayranci, 2011; De Jong & Den Hartog, 2007; 
Garcia-Morales, Matias-Reche, & Hurtado-Torres, 2008). Creativity is intended to 
produce some kind of benefits and has clearer applied component since it is expected to 
result in innovative output (De Jong & Den Hartog, 2007). It can be concluded that 
innovative work behaviours does not only require the generation of idea but also 
requires behaviours to implement the ideas that ultimately achieve improvement for 
business performance. 
However, the innovative work behaviours measurement to date has focused on 
generation of new ideas (creativity) rather than the behaviours involved in implementing 
these creative ideas (Carmeli et al., 2006; Den Hartog & De Jong, 2008). Furthermore, 
previous researches only focus on innovative work behaviours measurement which is 
mostly short and resort to one dimensional that only depending on single source data and 
yet has limited measure validity. Hence, De Jong and Den Hartog (2008) have 
formulated four dimensions of innovative behaviour; (1) Opportunity exploration, (2) 
Idea generation, (3) Championing, and (4) Application to measure innovative work 
behaviours to date. 
2.2 Leadership Definition 
Leadership approach has been discussed fiom several viewpoints including individual 
traits, behaviours, contextual perspectives and combinations of these viewpoints. The 
earliest theory of leadership was derived fiom Plato 428-347 before centuries 
(Taormina, 2008). Since that, loads of leadership definitions emerged as people attempt 
to understand the phenomenon of leadership. Nowadays, the term leadership is 
ubiquitous in any discourse (Vroom & Jago, 2007). One common problem of this 
numerous definitions is; the isolating of variables as there is no perfect defintion that 
includes the whole variables in leadership. 
Burns (1 978) believed that leadership is based on interaction between leaders and 
followers in which both learn fiom each and collaborate. As the interaction does 
influence, hence, Rost (2000) defines leadership as an influential relationship among 
leaders and followers who intend real changes and outcomes that reflect their shared 
purpose. Leadership is also believed as the process of influencing others to understand 
and agree about what needs to be done and how to do it, and the process of facilitating 
individual and collective efforts to accomplish shared objectives and being defined in 
terms of traits, behaviours, influence, interaction, patterns, role relationships and 
occupation of an administrative position (Taormina, 2008; Yukl, 2006). Basically, the 
terns and definition of leadership encompass process of interaction between two people; 
leader and follower. For the sake of clarity how the interaction process occurred, Raelin 
(2004) has reviewed four critical processes that are mobilized by leadership (p.6-7); 
1. Leadership is concerned with setting the mission or direction of an enterprise. At 
same point, whether in the beginning, of an activity evolves, the community needs to 
know where it is going 
2. Accompanying the mission is the need to actualize the goals of the enterprise. A 
host of activities and tasks need to be accomplished to get the work done. 
3. There is also a need to sustain the commitment and cohesiveness of the working 
unit. Community members want to feel that they are part of something 
4. a i l e  members need to feel cohesive, they also need to be adaptable to respond to 
changes that may require a shift in direction as member entertain alternatives, the 
mission may become redefined, hence the process begins anew. 
Figure 2.1 : Four Critical Processes of Leadership (Raelin, 2004) 
In brief, the process as explained by Raelin (2004) in Figure 2.1 portrays how the 
interaction occurs between leader and follower. It is critical for the leader to convey 
hisher mission and actualize the goals they set for the members to respond. The 
interaction also needs a commitment fiom both sides (leader and follower) which in 
turns will produce a great performance in doing the work. 
Northouse (2010) defines leadership as same as the previous scholars, saying the 
leadership as a process whereby an individual influences a group of individuals to 
achieve a common goal. However, the other of angles of leadership term have been 
proposed as about managing energy that consisted in the individuals and then in those 
around them (Clawson, 1999). All the definitions stated above defined leadership in 
many ways of construct although we find it a bit complicated. The differences on all 
those definitions are discussing a greater disagreement about identification of leaders 
and leadership process. As the result, it reflects a disagreement on the definition based 
on narrowed perspective they had obtained fiom the research they had done. 
In conclusion, leadership in an organisation is such an important factor to 
functionalize the important people in many circumstances to work in a team and it is 
related to organisation performance. Additionally, most behaviowal scientist and 
practitioners seem to believe leadership is a real phenomenon that is important for the 
effectiveness of organisations (YuM, 2006). At organisational level, leadership concerns 
building cohesive and goal-oriented teams for it has a causal and definitional link 
between leadership and team performance (Hogan, Curphy, & Hogan, 1994) 
2.3 Theories of Leadership 
Leadership theories only explain some aspect of leadership but these theories still have 
practical values because it helps to understand, predict and control successful leadership 
(Lussier & Achua, 2001). People concern about the importance of leaders to the 
community since a few decade ago. From the conventional assumption of theory until 
the modernize decade, people begin to seek the best part of leadership. Therefore, 
several theories had emerged fiom time to time to feed the gap of the theories (Daft, 
2005). Current leadership theory has put the important of leadership effectiveness and 
the output. The vast and perplexing literature of leadership has created many different 
conceptions of leadership. Subsequently, the organisation of these literatures according 
to its major approaches or perspective has lead to difficulties. Thus, Yukl (2006) has 
clustered the leadership theories and research based on the most emphasizing variable in 
the theory. 
In Figure 2.2, Yukl(2006) has clustered five major approach of leadership theory 
which are; 1) Trait, 2) Behaviour, 3) Power-influence, 4) Contingency and 5) 
Integrative. Each of the major approach has its own sub-theory. In this adapted chart 
above, we can see how these theories actually got linkage with another theory because 
the research approach done in its major theory is equivalent with the concept of the other 
theory. For example, although transformational and transactional leadership were 
clustered under integrative approach, the research approach on transformational and 
transactional theory is related to behavioural theory. In the context of this study, only 
several major theories are discussed for it is related to the title of the study. These 
theories are; 
1) Traits theory 
2) Behavioural theory; Leader-Member Exchange theory 
3) Contingency theory; Path-goal theory, Situational leadership and Multiple linkage 
theory 
4) Transactional theory 
5) Transformational theory 
contingency m 
Figure 2.2: Chart of Leadership Theory and Research Approach 
(adapted from Yukl, 2006) 
2.3.1 Traits Theory 
In 1920s, researchers begin to look at the traits and characteristics of a leader that will 
differentiate from non leaders after the arising of the great man theories. If traits could 
be identified, then the researcher could conclude the factor of success. Traits were 
understood to be innate or heritable qualities of the individual (Zaccaro, 2007). Apart 
fiom that, traits were used to associate with leadership like dominance, assertiveness, 
intelligence, social sensitivity and many others (Chemers, 2000). While, the trait 
approach that "emphasizes leaders' attributes such as personality, motives, values, and 
skills (Yukl, 2006). Although the researcher could not produce the list of traits that 
guaranteed the success, the research of leadership characteristic continue to growing 
(Daft, 2010). This approach of leadership commonly found in military practice and it is 
still being used as a set of criteria to select candidates for commission (Bolden, et al, 
2003). 
According to Zaccaro (2007), the defmition of leadership traits have three 
components. The first point is considering that leadership traits is not isolated but is 
integrated group of attributes that influence leadership performance. Zaccaro (2007) 
also added that multiple personal attributes have to be integrated each other for effective 
leadership in order to influence performance. Second component consisted in this 
definition of traits is the inclusiveness of a variety of personal qualities that promote 
stability in leader effectiveness. According to De Jong (2007) the trait approach studied 
personal characteristics of leaders with the implicit idea that leaders are born rather than 
made. Leaders were supposed to have certain stable characteristics that make them 
effective. The focus was on identifying and measuring traits to distinguish leaders from 
non-leaders or effective fiom ineffective leaders. Studies of traits behaviour was 
expanded to measure how traits resulted in effective outcomes of leadership 
characteristics. The paradigm of leader trait was then being a critique for it does not 
offer clear distinction between leader and non-leaders along with failure to incorporate 
situational variance in leadership behaviour (Judge, Bono, Ilies, & Gerhardt, 2002; 
Zaccaro, 2007). Ultimately, the critiques had prompted the scholars to look beyond the 
traits of leader and consider how leaders' behaviours predict effectiveness (Derue et al., 
201 1). 
2.3.2 Behavioural Theory 
The enigma of traits theory occurred is expanded from traits theory approach. It is first 
raised in1950 when researchers get frustrated with the trait approach (Vroom & Jago, 
2007). Researcher begins to look the behaviour approach which proposes that anyone 
who adopts the appropriate behaviour can be a good leader. The behavioural leadership 
has been the major contributions to the leadership research. Fortunately, behaviours can 
be learned more readily than traits, enabling leadership to be accessible to all (Daft, 
2008). Yet it is agreed by Yukl and Lepsinger (2004) that behavioural theory 
emphasizes specific types of behaviour although it is difficult, it can be learned by most 
people who desire to become a better leader. 
McGregor's leadership theory is one of the earliest behavioural theories 
developed in his famous book The Human Side of Enterprise during 1960. The 
influence of leader behaviour paradigm can be seen across leadership theories such 
Fiedler's contingency model back in 1967, Blake & Mouton's managerial grid in 1964 
and the work on transformational and transactional leadership (Derue et al., 201 1) 
There are two streams of behaviour research approach. One of the streams is a 
study on how manager spent their time, and the activities the managers do for 
managerial jobs. The other stream of the study is on how manager copes with demand 
and resolve conflict (Yukl, 2002). However, the exclusive focus of leadership behaviour 
have been put on "what leaders did most of the time" rather than the context of 
behaviour that can cause shift in the other behaviour. The analysis of this research has 
lead to the conclusion from Vroom and Jago (2007) for it less provide a solid body of 
scientific evidence sufficient to guide the practice. 
In the other research on behaviour leadership has shown that leaders engage 
primarily in two kinds of general behaviours which are; task behaviour and process 
behaviour. Since leadership requires both task and process behaviours, the challenge for 
leaders is to know the best way to combine them in their effort to reach a goal 
(Northouse, 2009) 
A study of leadership behaviour by questionnaire tools are strongly influenced by 
Ohio State University during 1950s (Yukl, 2002). The behaviour theory has highlighted 
how the action of leader in carrying out the leadership role. Nevertheless, according to 
Bass, (1995) many researchers have used the questionnaire but the results are weak and 
inconsistent for most leadership criteria. 
Ultimately, there are many taxonomies of behaviour have been found which is 
empirically proven will lead to effective leadership. Recent empirical research has 
confirmed that leader's behaviour can also has an effect towards employee performance 
(Lussier & Achua, 2001). However, much of these taxonomies are inconclusive (Yukl, 
2006) 
2.3.2.1 Leader-member exchange (LMX) Theory 
LMX theory is seen as the second stage in dyadic approach evolution. The theory of 
LMX attempts to understand the quality of each dyadic relationship and its effects on 
organisational outcomes overtime (Lussier & Achua, 2001). In the other words, LMX 
describes how a leader develops an exchange relationship over time with each 
subordinates as the two parties influence each other and negotiate the role of 
subordinates in the organisation as well confer the subordinate's role in the organisation 
(Yukl, 2006). This relationship between leader and follower was described as "life cycle 
model" which has three possible stages; 
1- The leader and follower conduct themselves as a stranger. They will testing each 
other to identify what kind of behaviour are acceptable. 
2- Each relationship is negotiated informally between leader and follower 
3- The definition of role for each group member determines what the leader expects 
to do (Impression management). 
In the second stage, leader and subordinate is in the role-making stage. Both 
leader and follower arrive at an understanding on such role aspects as the degree of 
information sharing that will occur, the degree of authority and autonomy the 
subordinate will have the amount of support the supervisor will give the subordinate, 
and the degree of concern and tmst the supervisor will grant the subordinate (Graen & 
Scandura, 1987). Some subordinates become high LMX subordinates through this 
negotiated understandings because they are allowed considerable decision latitude and 
given more time for unstructured tasks. For the both parties who are less in role-making 
success will become low LMX employees. They will remain performing the routine 
task. A leader who possesses LMX behaviour style is more likely to exhibit higher 
quality exchanges with some of their group members while with other followers leaders 
rely more on the terms of employment in counterfeiting exchanges (the outside-group 
members) (Sanders, et al., 2010). 
There is also a suggestion that the quality of the relationship between a leader 
and co-worker is related to innovativeness (Graen & Scandura, 1987). This result have 
been supported by many scholars during 1990 (Basu & Green, 1997; Scott & Bruce, 
1994; Tiemey et al., 1999). However, LMX theory still has its conceptual weaknesses 
which lead to limiting its utility. According to Yukl(2006), early version of this theory 
did not adequately explain how dyadic relationship develops over time. Second, there is 
ambiguity about the nature of exchange relationship although there were loads of LMX 
definitions and scales. Although LMX research is increase over time, we still know 
little about how role-making process actually occurs. There is a need of research that 
explains clearly about the role-making process. Nonetheless, LMX is mostly universal 
theory with minimal effort to explain how situational variables may affect the exchange 
process (Yukl, 2006) 
2.3.3 Contingency Theories 
In the late 1960, there was no one best leadership style that fit in all situations. Scholars 
and practitioners had seen that a manager should adapt different leadership style to 
different situation (Lussier & Achua, 2001). Yukl (2002) points out that the aspect of 
situation has determined leader's requirement. In a similar vein, Vroom and Jago (2007) 
summit their views that effective and ineffective leadership dwell in structural features 
rather than the characteristics of the leader. 
FOLLOWER LEADER SITUATION 
Capability Personality Traits Task 
Motivation Behaviour Structure 
Experience Environment 
Figure 2.3: Framework for Contingency Leadership Variables (Lussier & Achua, 2001) 
The framework of contingency leadership variables is displayed as in Figure 2.3. There 
are three ultimate characteristic in contingency leadership which is follower, leader and 
situation. Each of this characteristic has its own variables based on what have been 
discussed by most scholars. Follower is attributed by their capability and motivation 
while leader is attributed by personality traits, behaviour and experience. Finally, the 
situation is attributed by task, structure and environment. This contingency theory 
include the motivation and expectancies of the follower and structure of the situation 
(Bass & Riggio, 2006). Meanwhile, Yukl (2002) opines that situational moderator 
variable is a situational aspect that enhances or nullifies the effects of a leader's trait and 
behaviour which is called contingency theories of leadership. There are six contingency 
theories of leadership have been discussed by Yukl(2006); 
1. Path-Goal theory 
2. Situational Leadership theory 
3. Leader Substitute theory, 
4. The Multiple Linkage models, 
5. LPC Contingency theory 
6. Cognitive Resources theory 
Only three of it namely path-goal theory, situational leadership theory and the 
multiple linkage models were discussed in the next subtitle for it has a link with 
organisational climate. 
2.3.3.1 Path-Goal Theory 
The early version of Path-Goal Theory of leadership was developed by Robert House 
based on the early version of the theory by M.G Evans in 1971 (Lussier & Achua, 2001). 
The theory then is further refined by various author in 1974 (Yukl, 2006). This theory 
explains how the behaviour of a leader influences the satisfaction and performance of 
subordinates. According to De Jong and Den Hartog (2003), leaders are believed to be 
effective when they harmonize the environment by behaving in such a way that: 
1. Subordinates expect they can achieve work goals 
2. Subordinates experience intrinsic satisfaction and receive rewards as a result of 
achieving those work goals. 
In path-goal theory, subordinates motivation, satisfaction and performance have 
been the proposed effect of leader behaviour. It treated task and people characteristics 
as the moderator variable. However, Yukl (2006) has discussed the conceptual 
weaknesses of Path-Goal Theory. He points out the greater weaknesses of the theory is 
too depending on expectancy theory as the primary basis to explain the influence of 
leader. This is because expectancy. theory does not take into account emotional 
reactions to decision problem dilemma, does not incorporate some important expect of 
human motivation and depends too much on broader category of leader behaviour that 
do not correspond to the mediating processes (Yukl, 2006). 
Furthermore, this theory have been criticized by the managers for it is difficult to 
detemine which style to be used as there are many situations that are not as exact as 
presented in the guidelines (Lussier & Achua, 2001). Despite the criticism, the Path- 
goal theory has contributed to the framework of identifying motivated followers or 
subordinates. For instance, Path-goal has led to the development of charismatic 
leadership in1976 (Lussier & Achua, 2001) 
2.3.3.2 Situational Leadership 
Meanwhile, a contingency theory proposed by Hersey and Blanchard (1977) specifies 
the appropriate type of leader behaviour depends on the maturity level of subordinates in 
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